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19 MAY 1987
1. ‘Cofiparability- Increases

a. —~po -we-.give ‘themto emplcyeeswat«the-sameAtimenaS»the rest of
government?. -

Yes - simplifies administration
No - erodes concept of one annual salary adjustment
Assume if grid perm-3/bonus-3 + comp 3 =6/3?

b. What happens when we change our pay structure after "market-pricing”
but GS doesn't change or doesn't change at same rate?

1. There might be no additional money intc system.

2. We might not give our people any different comparability increase
(or go it alone).

3. Even if only éhange structure - this helps people.

a The pay potential increases so if at top have room for
additional permanent increase.

b. while salary doesn't change as range moves - can find self_
in lower quartile and will do better in terms of salary grid

c Query - if at bottom of scale and structure adjustment puts
. you below minimum, do you get an immediate increase?

2. Promotion

1. Should promotion from entry-level-journeyman level be within purview
of lst line or panel?:

b

st line - gives more authority to supervisors.

ne’ - fewer promotions sc each is important - may spend great
H dezl of time in level 2 so should be panel decision

- st

i

®

2. When ic ar individual considered for promotion?

a. PTane)l considers everyone eact time.

b pane’ conziders 1if manager recommenge .
~ cami ~onciders if individual hac mete minimum requirements listead
o . LRI A LD i e g G
- oer nandbook.
c nanme’ conciders under b, ¢, anc A,

Discussionr:

) i y - aj P
a. vec - Since panel already reviewinc emp.Oyee€ for pay adjustment
car. easily review for pomot 107

iew : Juetment different consideration
Ne - Panel review for pay adiustment uses '
f:An review for promotior sc "&" ig mOrE t ime—consuming and not
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b. Regardless of what else if manager feels employee ready for
promotion - panel should consider.

c. Assumption is that midpoint of salary range is what job is worth
and depending on capability it will take a number of years to
reach midpoint. At that point the employee should be considered.

d. 1If individual has met skill, training, and other guidelines—while
this not sufficient, individual ought to be able to ask to be
considered.

3. sSalary Adjustment and Promotion™

Panels (peer or management as exists now)

- _.Qne:panel. or: two?

Different criteria but time saver if when panel is up to speed on

employee, it can look at both salary adjustment and promotion.

°  One salary adjustment annually and one annual promotion evaluation?

- Whendso, panel's_,niegt?

Issues: A.

Spread out throughout year as now do with GS grades?

Condense whole process into 2-3 months?

How large a group of employees to be handled?

1. Do bv occupation and then by level? (What is largest GS
panel group now?)

2. Do bv level and then by occupation?

&' Do level per month?
Panel look at all level one A's, then B's......
h) If too large z months per level. All level one
A's this month, all level one B's next month,

R. Need for flexibility in allocating money. If do all
levels before actually distribute money can adjust money
hetween levels as needed.

r. ghould first line be able to give full performance
empiovee (PAR 3) the normal permanent?

Issuez: Impact on PAR honesty/strategy if "3" goes to panel too.

First line now does so~-so no change.

would thereby link pay to PAR for level 3 and below
without need for panel while for level 4 and 5
pay-for-performance would be combination of

per formance appraisal and competitive ranking.
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4. Distribution of Promotions and Salary Adjustment

whént

-- If panel does both and if condensed into few monthe all promotions and
pay adjustments could be given out at the same time for all employees.

-- Can separate promotions and give those a month after panel meets while
giving all salary adjustments at the same time once per year.

-- If one annual pay adjustment--give in January--like SIS to allow time
for tax planning and to keep close enough to beginning of fiscal year
so as not to run into unexpected problems.

—- If not need money flex between levels can give both immediately.
Better linkage of pay-to-performance if close in time to rating period.

-- If single annual pay adjustment need prorate first time where
appropriate but then are on annual cycle and ok.

-- If annual pay adjustment includes comparability thern need prorate each
time so employees less disadvantaged compared with rest of government.

-- Bonuses -- suggest given as lump sum, not divided over the year.
-- Promotion -- What is it worth?
a. Determine average now and give that.

Yes -- Mimics present system.
No -- Performance grid includes promotion money

b. Worth 2x highest permanent increase.

c. Worth 2x of permanent increase you could get but & minimur

of
1. take into account where in quartile you are or
2. take into account your performance ranking.

-- Implications of different occupations having different levels.

wn

Exper t-Manager Track

2. Twc benefits suagested: annual level and participation in MEIPF
Management lst line, 2nd line, 3rd line

B. Level of manager for 1inclusion
- Any level manager for leave carryover limit increase
- Given wide disparity in lst line managers suggest salary dollar
minimum for participation in MEIPP or limit to 2nd line manager

only.

C. 1lst line manager -- manager evaluation by component panel
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E{Egrt

Level above full performance/senior -- likely to be higher level then
1st line manager.

Suggest all experts given both benefits
Additional annual leave carryover and participation in MEIPP

a. Need review number in MEIPP - check cost assumptions i.e., equivalent
to today all 14-15? some

b. Who designates individuals into MEIPP? a) Related to position?
b) Designated by component, career service, or Deputy Directors?

6. System Controls

1. Need software package to be available to managers to track "10 year™
cost implications of promotions, pay-for-performance decisions.

2. How decide on salary grid?
—- 1s it annual decision or longer term?
-- Suggest Office of the Comptroller give budget oonstraints.
P construct grid-evaluation impact.
I1f more money needed bring to ExCom to determine if should be
transfer of program money for personnel money.
3. How managers.control-system? - How determine how many on each level?
How change numbers-at each level? Threshholds? Overall ceiling?
Level /occupation ceiling?

4. Audit mechanism - CP

Instead of survey or ad-hoc out of cycle position review - audit spot
check after the fact.
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